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ICT Women Professionals’
 Perceptions of Workplace
 Ethical Problems
A Quantitative Survey
Yeslam  Al- Saggaf and Kim M. Thompson
Abstract
Which ethical problems are most frequently experienced by iCT women pro-
fessionals? Which ethical problems experienced by iCT women professionals
are of most concern to them as individuals? A quantitative survey of 2,315
Australian iCT professionals of whom 15.4 percent were females revealed
that the top 15 most frequently faced ethical problems that the females iden-
tified were nearly identical to those identified by males. of these 15 problems,
five were judged to aﬀect females personally. ese are overworking staﬀ,
blaming others for own mistakes, bullying, unprofessional behavior, and dis-
crimination. of these five problems, gender only predicted three problems
that aﬀect females personally, namely overworking staﬀ, bullying, and dis-
crimination, which women also believed occur more frequently than other
problems. Compared to males, a higher percentage of females who selected
overworking staﬀ, bullying, and discrimination believed unethical behavior
either occurs occasionally or frequently. more importantly, a higher propor-
tion of females compared to males (especially managers and consultants)
witnessed or experienced staﬀ being overworked in their workplaces. simi-
larly, a higher proportion of females compared to males (especially managers
and consultants) witnessed or experienced bullying in their workplaces.
Finally, a higher proportion of females compared to males (especially man-
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agers and consultants) witnessed or experienced discrimination in their
workplaces. e fact that female consultants and mangers selected these
problems as of most concern to them may suggest that the experienced
women professionals have a greater concern about these problems than
women in junior roles. Regardless, these results are both surprising and con-
cerning and therefore deserving of attention in a future study.
introduction
That females represent less than 20 percent of the workforce in the Aus-
tralian information and Communication Technology (iCT) industry raises a
question about the attractiveness of this industry to women. To say that work-
places that are not ethical may not succeed in attracting, recruiting, and retain-
ing employees is to state the obvious. According to a 2006 lRn report, one in
three employed Americans reported that they had left a job because they dis-
agreed with a company’s business ethics. At the same time, research indicates
that women and men put different emphasis on ethical workplace issues (Daw-
son, 1992; lucas & mason, 2008; suar & Gochhayat, 2016). Today’s workplace
is becoming more and more technically complex and logistically challenging,
which exposes businesses to more ethical decisions and contexts than ever.
There is a need for better identification and understanding of gendered
approaches to business ethics to ensure an ethically advanced workplace that
creates an inviting and engaging environment for both women and men.
Professional ethics include regulations, duties, and moral principles and
practices that govern professional behavior and activities and ethical problems
can include piracy, conflict of interest, fraud, security breaches, blaming others
for own mistakes, discrimination, bullying, overwork, and so forth. every work-
place is unique and has its own social dynamics and workplace culture. As a
result, the ethical workplace behaviors are subject to variables which may have
either a positive or negative impact on overall performance. This study provides
insights into specific differences between women’s and men’s ethical concerns
in the iCT workplace, with a concentrated focus on what ethical issues are of
most concern to women. The goal of the research is to understand the condi-
tions of a more ethically inviting workplace for women.
The purpose of the current study is to identify ethical issues indicated as
being of most concern to women in the Australian iCT workforce in order to
move toward a more ethical workplace. The following research questions will
be addressed:
1. Which ethical problems are the most frequently experienced by iCT
professionals?
2. What differences exist between female and male selections of most
common ethical problems?
60 Journal of information ethics, spring 2018
3. What is the relationship between perceived frequencies of occurrence
of unethical behaviors?
4. What differences exist between female and male selections of ethical
problems of most concern to them as individuals?
As the first of its kind, this exploratory study hopes to pave the way for
future research into women’s experiences in the iCT workplace.
Related Work
in their  meta- analysis of  gender- based ethics research, suar and Goch -
hayat (2016) note that while some studies have found women to have higher
levels of ethicality than men and some have found women and men to be equal
in terms of ethicality in the workplace, no studies have found men to have a
higher standard of ethicality than women. in some studies, differences between
ethicality of women and men have appeared to be significant (Beltramini, Peter-
son, & Kozmetsky, 1984; Ruegger & King, 1992; sikula & Costa, 1994) but others
have noted that males and females show little difference in moral reasoning
(Donenberg & Hoffman, 1988; Rest, 1986) and ethicality (Roxas & stoneback,
2004; Robin & Babin, 1997). still other studies indicate that although there are
similar levels of ethicality between genders, women and men have differing
approaches or judgments as to what is acceptable as ethical workplace behavior
(Dawson, 1992; lucas & mason, 2008; suar & Gochhayat, 2016). That there are
gendered differences seems clear, but in which areas do the two genders dif-
fer?
in lucas and mason’s (2008) study of ethics in the Australian iCT work-
place, women reported that they had more ethical education (54 percent) than
men (44 percent). This is particularly interesting in light of the observation by
the authors later in the article that 75 percent of all their respondents were
graduates of accredited programs that are required to have an ethics module
as part of the course, so it is not clear whether the programs are not compliant
in providing their ethics education units or whether the ethics training is inef-
fective, or whether the issue is that students are receiving the training but for
reasons yet undiscovered are not cognizant of ethics education when it is pro-
vided. lucas and mason also found that while both male and female employees
thought ethical practice to be important, female employees were much more
likely than males to think ethical regulation is important and needed in the
workplace. However, while some ethical issues such as copyright, piracy and
software patents have quite cut and dry legal standards, other issues such as
bullying and overwork can be more difficult to regulate across an organization.
in fact, the range of bullying can even include “regulation bullying,” which is
defined as a case where “a serial bully forces their target to comply with rules,
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regulations, procedures or laws regardless of their appropriateness, applicability
or necessity” (Tim Field Foundation, 2006).
Hence, dealing with ethical issues in the workplace can be complicated
and women and men may not only experience or observe a different set of eth-
ical problems, but also have different preferred approaches to how these prob-
lems might best be resolved. To advance discussion of some of these gendered
ethical issues, this article investigates Australian women professionals in the
iCT sector and their perceptions regarding the most common ethical problems
they face in the workplace. The data collection for this study included a quan-
titative survey listing 57 potential ethical problems in the iCT workplace. The
list of ethical problems was developed based on the results of the 2006 survey
conducted by lucas and mason (2008). The 57 problems extend from the 16
problems identified in the 2006 lucas and mason survey. The additional cat-
egories in the 2013 survey were based on the additional comments in the
“other” section of the  open- ended questions in the 2006 survey (lucas & Weck-
ert, 2008, lucas & mason, 2008).
method and Findings
The Quantitative Survey Procedure
This study is part of a larger research project that examines professional
ethics in the iCT workplace in Australia. The project consisted of three phases
with Phase 1 involving a survey questionnaire which was administered using
surveymonkey. com; Phase 2 involving qualitative interviews; and Phase 3
involving focus group discussions. The current article only deals with data col-
lected in Phase 1, wherein all 18,600 active Australian Computer society (ACs)
members were invited to participate in a  web- based survey by direct email sent
to them by the ACs in late 2013. The online questionnaire was prefaced by an
ethics information sheet. The survey comprised both closed and  open- ended
questions. This study reports only on the closed questions. The survey was
ended when it achieved a response rate of 12.4 percent.
Sample
A total of 2,315 participants completed the questionnaire of which 356
(15.4 percent) were females. The average number of years of experience for
female respondents was 16.6 years; smaller by three years than the average
number of years of experience for males (19.8 years). Table 1 shows a summary
of the demographic information of all female participants. it should be noted
that not all percentages in Table 1 add up to 100 because respondents’ choices
with smaller percentages are not shown.
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Table 1: A Summary of the Demographic Information 
of the Female Respondents
Demographic                                                                                      Female participants
information
Age                                         26 and 30 years                                      13.5 percent (n= 48)
                                               41 and 45 years                                      14.0 percent (n=50)
                                               46 and 50 years                                      12.1 percent (n=43)
                                               51 and 55 years                                      14.6 percent (n=52)
state                                       ACT                                                          9.8 percent (n=35)
                                               nsW                                                         32.0 percent (n=114)
                                               QlD                                                          9.8 percent (n=35)
                                               sA                                                             5.1 percent (n=18)
                                               ViC                                                           23.9 percent (n=85)
                                               WA                                                           12.6 percent (n=45)
occupational Category      managers                                                 30.3 percent (n=108)
                                               Developers                                              10.4 percent (n=37)
                                               Consultants                                             19.9 percent (n=71)
                                               Technical support                                 9.8 percent (n=35)
Geographical location      Capital City or metropolitan             89.6 percent (n=319)
                                               Regional Areas                                       9.6 percent (n=34)
industry Type                      education                                                12.6 percent (n= 45)
                                               Finance                                                    11.0 percent (n=39)
                                               Government                                           12.6 percent (n=45)
                                               iCT                                                           29.8 percent (n=106)
industry sector                    Private sector                                         51.4 percent (n=183)
                                               Public sector                                           26.7 percent (n=95)
Job Classification                Permanent  Full- Time employees      53.7 percent (n=191)
                                               independent Consultants                    3.7 percent (n= 13)
                                               Fixed Project Contractors                   4.2 percent (n=15)
Qualifications                      Bachelor Degree                                    34.8 percent (n=124)
                                               Higher Degrees                                      32.3 percent (n=115)
Statistical Analysis
mulTiPle ResPonse FReQuenCY (mRF) AnAlYsis
The first question this project tried to answer was which ethical problems
were the most frequently experienced by iCT professionals. since the question
allowed respondents to select more than one answer, a multiple Response Fre-
quency (mRF) analysis was used to rank the 57 ethical problems that the par-
ticipants were asked about. The top 15 most frequently faced ethical problems
identified by females are shown in Table 2 below. To allow comparisons to be
made the top 15 most frequently faced ethical problems according to males are
also shown in Table 2. As can be seen from Table 2, the mRF analysis revealed
that, with the exception of a few, the top 15 problems across the two genders
are essentially identical, which agrees with prior research of how both genders
Yeslam Al-Saggaf; Kim M. Thompson 63
have ethical interests in the workplace, with some differences in the nuances
of that ethicality (Dawson, 1992; Donenberg & Hoffman, 1988; lucas & mason,
2008; Rest, 1986; Robin & Babin, 1997; Roxas & stoneback, 2004; suar &
Gochhayat, 2016).
Table 2: The Top 15 Most Frequently Faced Ethical Problems
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Females
Ethical problem                                                               Number                  Percentage 
                                                                                             of responses            of responses
Compromising quality to meet deadlines                           172                            5.90%
overworking staff                                                                    154                            5.20%
Blaming others for own mistakes                                         142                            4.80%
Compromising functionality to meet deadlines                134                            4.60%
Bullying                                                                                      113                            3.80%
unprofessional Behavior                                                        105                            3.60%
incompetence                                                                           105                            3.60%
Compromising user requirements to meet                        101                            3.40%
deadlines
Conflict of interest                                                                  89                            3.00%
Compromising security to meet deadlines                        84                            2.90%
or make things work
lying on Resume                                                                      81                            2.80%
inadequate Policies                                                                  80                            2.70%
misrepresenting skills                                                             79                            2.70%
Discrimination                                                                         79                            2.70%
False Promises                                                                          76                            2.60%
Males
Ethical problem                                                               Number                  Percentage 
                                                                                             of responses            of responses
Compromising quality to meet deadlines                          927                            5.30%
Blaming others for own mistakes                                         809                            4.70%
Compromising functionality to meet deadlines               709                            4.10%
incompetence                                                                           641                            3.70%
overworking staff                                                                    603                            3.50%
Conflict of interest                                                                  592                            3.40%
Compromising user requirements to meet                       530                            3.10%
deadlines
unprofessional Behavior                                                        525                            3.00%
Compromising security to meet deadlines                        524                            3.00%
or make things work
Bullying                                                                                      513                            3.00%
False Promises                                                                          477                            2.80%
Awarding Contracts Without due process                         484                            2.80%
lying on Resume                                                                    432                            2.50%
Copyright                                                                                   412                            2.40%
misrepresenting skills                                                             420                            2.40%
Given that the focus of this article is on Australian women’s personal expe-
riences as iCT professionals, the top 15 most frequently faced ethical problems
identified by females were classified into two groups: problems that affect
females personally and problems that affect the projects in which they were
involved. Five problems (out of the top 15 most frequently faced ethical prob-
lems identified by females) were judged to affect females personally. These are
overworking staff, blaming others for own mistakes, bullying, unprofessional
behavior, and discrimination. The other 10 problems were considered to affect
the projects in which the females were involved. This article focuses only on
the problems that affect females personally. For this reason the next Generalized
linear models will investigate if gender predicts the selection of these problems
as responses in the survey.
GeneRAliZeD lineAR moDels
To investigate the relationship between males and females, selections of the
most common ethical problems and the demographic variable gender, General-
ized linear models (Glms) were used as a statistical tool. The responses to
the most common ethical problems question are binomial (recorded as a
Yes=1/no=0), whereas the demographic variable gender is categorical (recorded
as a male=1/Female =2). For this reason Glms were fitted to investigate the
relationships between the predictor variable (gender) and the binomial
response variables. The Glms were carried out on the data using R (version
3.0.2)  open- source statistical software. it is a requirement of this analysis that
there is no evidence of  over- dispersion in the models. in all cases this require-
ment was verified.
The analysis of deviance revealed that there is a significant relationship
between the predictor variable gender and respondents’ selection of 17, out of
57, commonly experienced ethical problems. The other 40 ethical problems
showed no evidence of a relationship with the predictor variable gender. That
is, gender predicted the selection of 17 ethical problems as responses in the
survey. Table 3 lists the 17 ethical problems that gender predicted their selection.
of particular interest to this article is gender’s prediction of overworking staff
(Deviance = 19.49, Df = 1, p = 0.000), bullying (Deviance = 4.15, Df = 1, p =
0.0416), and discrimination (Deviance = 17.97, Df = 1, p = 0.000). since gender
did not predict the selection of blaming others for own mistakes, and unpro-
fessional behavior, these two ethical problems were dropped from further analy-
sis.
Further, to examine whether there is a relationship between the perceived
frequency of occurrence of unethical behavior and the respondents’ selection of
overworking staff, bullying, and discrimination, Glms were also fitted to inves-
tigate this relationship since the predictor is also a categorical variable. The
analysis of deviance revealed that there is a significant relationship between
the perceived frequency of occurrence of unethical behavior and respondents’
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selection of overworking staff (Deviance = 70.49, Df = 4, p = 0.0000), bullying
(Deviance = 143.29, Df = 4, p = 0.0000), and discrimination (Deviance = 108.07,
Df = 4, p = 0.0000) suggesting that this variable is also a predictor for respon-
dents’ selection of overworking staff, bullying, and discrimination and that
female participants believed these problems occur frequently. To compare the
percentages of females and males who selected overworking staff, bullying, and
discrimination and responded to the question about the frequency of the occur-
rence of unethical behavior, cross tabulation analyses were used. An inspection
of the results of the cross tabulations revealed that a higher percentage of
females who selected overworking staff, bullying, and discrimination than
males believed unethical behavior either occurs occasionally or frequently
(Tables 4–6). it should be noted that the reason percentages in Tables 4–6 do
not add up to 100 is because respondents’ other choices with smaller percent-
ages, such as rarely and never, are not shown.
Table 4: Occurrence of Unethical Behavior 
and Respondents’ Selection of Overworking Staff
                                                    Overworking Staff
                                            Occasionally        Frequently
Gender       male                      51%                     17%                    Female                 50.3%                  22.5%
Table 5: Occurrence of Unethical Behavior 
and Respondents’ Selection of Bullying
                                                              Bullying
                                            Occasionally        Frequently
Gender       male                      49%                     21.6%                    Female                 49.1%                  32.1%
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Table 3: The 17 Ethical Problems Predicted by Gender
Ethical problems
Piracy                                                                       Developing unethical software
Copyright                                                                Bullying
Phishing                                                                  “Bait and switch”
Conflict of interest                                               security breaches
Computer Fraud                                                   Awarding contracts without due process
selling customers things they don't need.       Anti-competitive practices
overworking staff                                                 Abuse of monopoly
software Patents                                                    Discrimination
user support issues
Table 6: Occurrence of Unethical Behavior 
and Respondents’ Selection of Discrimination
                                                       Discrimination
                                           Occasionally        Frequently
Gender       male                      47.5%                  25.9%                    Female                 60.3%                  21.8%
using Chi square tests and cross tabulations the next analysis will compare
the proportions of females who selected overworking staff, bullying, and dis-
crimination with the proportions of males who selected these ethical prob-
lems.
CHi sQuARe AnD CRoss TABulATions
Overworking Staff
To compare the proportions of females who selected overworking staff, bul-
lying, and discrimination with the proportions of males who selected these ethical
problems, Chi square tests and cross tabulations were used. The χ2(1, n=2296)
= 20.179, p =.000 test indicated significant differences between females and
males who selected overworking staff as one of the most common problems
they experience in their workplaces. Table 7 shows that 43.3 percent of females
selected overworking staff as a frequently experienced problem compared to
only 31.1 percent of males who responded to this question. This indicates 
that a higher proportion of females compared to males witnessed or experi-
enced this problem in their workplaces. By  self- described occupational cate-
gory, Table 8 shows that 38.6 percent of the females who selected overworking
staff were managers, 25.7 percent were consultants and 13.6 percent were devel-
opers. it was expected that females in technical support and administration
would select overworking staff as a major problem. instead, the cross table
analysis showed a higher proportion of senior female iCT professionals who
selected this problem. This is a surprising finding and should be examined in
depth in the future.
Table 7: The Proportion of Females vs. Males 
Who Selected Overworking Staff
                                          Overworking Staff
                                         No                      Yes
Gender      male             68.9%                 31.1%                   Female        56.7%                 43.3%
Yeslam Al-Saggaf; Kim M. Thompson 67
Table 8: The Proportion of Females vs. Males 
Who Selected Overworking Staff 
According to  Self- Described Occupational Category
Self-described occupational category        Overworking staff
manager                                                     38.6%
Developer                                                  13.6%
Consultant                                                 25.7%
Administrator                                           5.7%
Technical support                                   7.1%
education                                                  9.3%
Total                                                            100.0%
Bullying
The χ2(1, n=2296) = 4.258, p =.039 test indicated significant differences
between females and males who selected bullying staff as one of the most com-
mon problems they experience in their workplaces. Table 9 shows that 31.7
percent of females selected bullying as a frequently experienced problem com-
pared to only 26.4 percent of males who responded to this question. This indi-
cates that a higher proportion of females compared to males witnessed or
experienced this problem in their workplaces. By  self- described occupational
category, Table 10 shows that 42.6 percent of the females who selected bullying
were managers and 22.8 percent were consultants. But the cross tabulations
analysis also showed that a higher proportion of females who selected bullying
as a major problem in their workplaces were in technical support (11.9 percent)
and in education (10.9 percent). While it is unusual that a higher percentage
of female managers and consultants reported witnessing or experiencing bul-
lying, it is a concerning finding that relatively higher percentages of females
in technical support and education than those in development and adminis-
tration reported witnessing or experiencing bullying. Both of these findings
are deserving of attention in a future study.
Table 9: The Proportion of Females vs. Males 
Who Selected Bullying
                                           Bullying
                                           No             Yes
Gender     male                73.6%       26.4%                  Female           68.3%       31.7%
Discrimination
The χ2(1, n=2296) = 19.804, p =.000 test indicated significant differences
between females and males who selected discrimination as one of the most
common problems they experience in their workplaces. Table 11 shows that
22.2 percent of females selected discrimination as a frequently experienced
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problem compared to only 13.1 percent of males who responded to this question.
This indicates that a higher proportion of females compared to males witnessed
or experienced this problem in their workplaces. By  self- described occupational
category, Table 12 shows that 38.0 percent of the females who selected discrim-
ination were managers and 22.5 percent were consultants. However, the con-
tingency table analysis showed a higher proportion of females who selected
discrimination as a major problem in their workplaces were in technical support
(12.7 percent) and in education (15.5 percent). That a higher percentage of
female managers and consultants reported witnessing or experiencing discrim-
ination is unexpected, because females in senior roles are not the likely victims
of discrimination in the workplace unless they are reporting this problem as
observers. on the other hand, it is a concerning finding that relatively higher
percentages of females in technical support and education than those in devel-
opment and administration reported witnessing or experiencing discrimina-
tion. Again, both of these findings are deserving of attention in a future study.
Table 11: The Proportion of Females vs. Males 
Who Selected Discrimination
                                           Discrimination
                                           No             Yes
Gender     male                86.9%       13.1%                  Female           77.8%       22.2%
Table 12: The Proportion of Females Who Selected Discrimination
According to  Self- Described Occupational Category
Self-described occupational category         Discrimination
manager                                                     38.0%
Developer                                                  8.5%
Consultant                                                 22.5%
Administrator                                           2.8%
Technical support                                   12.7%
education                                                  15.5%
Total                                                            100.0%
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Table 10: The Proportion of Females Who Selected Bullying 
According to  Self- Described Occupational Category
Self-described occupational category                 Bullying
manager                                                     42.6%
Developer                                                  7.9%
Consultant                                                 22.8%
Administrator                                           4.0%
Technical support                                   11.9%
education                                                  10.9%
Total                                                            100.0%
Discussion
A total of 2,315 participants completed the survey questionnaire of which
356 (15.4 percent) were females. The most recent Australia Bureau of statistics
data reports that the iCT industry is less than 20 percent female (Australian
Workplace and Productivity Agency, 2013), so this proportion, while not a per-
fect representation, is a reasonable reflection of the gender imbalance in the
iCT workforce. The focus of the survey was to explore ethical problems fre-
quently experienced by iCT professionals in their workplaces. The survey par-
ticipants were presented with a list of 57 ethical problems to choose from. A
multiple Response Frequency (mRF) analysis was used to rank the 57 ethical
problems that the participants were asked about; this was done for both males
and females. The mRF analysis revealed that the top 15 most frequently faced
ethical problems that the females identified were nearly identical to those iden-
tified by males.
Given that the focus of this article is on Australian women’s personal expe-
riences as iCT professionals, the top 15 most frequently faced ethical problems
identified by females were classified into two groups: problems that affect
females personally and problems that affect the projects in which they were
involved. Five problems (out of the top 15 most frequently faced ethical prob-
lems identified by females) were judged to affect females personally. These are
overworking staff, blaming others for own mistakes, bullying, unprofessional
behavior, and discrimination. The other 10 problems were considered to affect
the projects in which the females were involved. This article focuses only on
the problems that affect females personally.
To investigate the relationship between male and female selections of the
most common ethical problems and the demographic variable gender, Gener-
alized linear models (Glms) were used as a statistical tool. The analysis of
deviance revealed that there is a significant relationship between the predictor
variable gender and respondents’ selection of overworking staff, bullying, and
discrimination. That is, gender was found to predict three of the five problems
that affect females personally, namely overworking staff, bullying, and discrim-
ination, but not blaming others for own mistakes or unprofessional behavior,
which is why these last two problems were dropped from further analysis.
The relationship between the frequency of occurrence of unethical behav-
ior (in general) and respondents’ selection of overworking staff, bullying, and
discrimination was also investigated using Glms. The analysis of deviance
revealed that there is a significant relationship between the perceived frequency
of occurrence of unethical behavior and respondents’ selection of overworking
staff, bullying, and discrimination suggesting female participants believed these
problems occur frequently. To compare the percentages of females who selected
overworking staff, bullying and discrimination and responded to the question
about the frequency of the occurrence of unethical behavior with males, cross
70 Journal of information ethics, spring 2018
tabulation analyses were used. An inspection of the results of the cross tabu-
lations revealed that a higher percentage of females who selected overworking
staff, bullying and discrimination than males believed unethical behavior either
occurs occasionally or frequently.
To compare the proportions of females who selected overworking staff,
bullying, and discrimination with the proportions of males who selected these
ethical problems, Chi square tests and cross tabulations were used. An inspec-
tion of the results of the cross tabulations revealed that a higher proportion of
females compared to males witnessed or experienced staff being overworked
in their workplaces. By  self- described occupational category, 38.6 percent of
the females who selected overworking staff were managers, 25.7 percent were
consultants and 13.6 percent were developers. similarly, the cross tabulations
revealed that a higher proportion of females compared to males witnessed or
experienced bullying in their workplaces. By  self- described occupational cat-
egory, 42.6 percent of the females who selected bullying were managers and
22.8 percent were consultants. But the cross tabulations analysis also showed
that a higher proportion of females who selected bullying as a major problem
in their workplaces were in technical support (11.9 percent) and in education
(10.9 percent). Finally, the cross tabulations revealed that a higher proportion
of females compared to males witnessed or experienced discrimination in their
workplaces. By  self- described occupational category, 38.0 percent of the females
who selected discrimination were managers and 22.5 percent were consultants.
However, the contingency table analysis showed a higher proportion of females
who selected discrimination as a major problem in their workplaces were in
technical support (12.7 percent) and in education (15.5 percent). The fact that
female consultants and mangers selected these problems as of most concern to
them may suggest that the experienced women professionals have a greater
concern about these problems than women in junior roles. Regardless, these
results are both surprising and concerning and therefore deserving of attention
in a future study.
As noted in our review of relevant literature, women are more likely than
men to feel that regulation can improve workplace ethics (lucas & mason,
2008). This is interesting in light of how bureaucratic systems have traditionally
been seen by feminists as masculine structures that subordinate women in
organizations (Acker, 1990; Ferguson, 1984); however, lucas and mason’s (2008)
finding syncs with  DeHart- Davis’ (2009) study of the benefits of bureaucracy
for women, wherein she found that in more recent years “bureaucratic stan-
dardization may humanize some employees by reducing the degree of sub-
servience and responsiveness inherent in certain jobs, particularly supported
positions dominated by organizational women” (p. 345). so it could be that as
workplace standards and regulations have shifted in recent decades with an
eye for equity and inclusion of women in the workforce, the bureaucratic nature
of regulation has shifted to be of greater benefit to women than it was in the
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past, and may be an important mechanism for improving ethical conditions as
well. And to  re- emphasize the complexity of how best to respond to ethical
issues, the same  DeHart- Davis study found patterns of men being resistant to
“the excessive restraints of bureaucratic control” because “bureaucratic control
contradicts notions of cultural masculinity” (p. 351). in other words, the solu-
tion that might be of great benefit to women may not extend the same perceived
benefit to their male counterparts in the workplace.
Conclusion
Data from this study bring to light some interesting insights related to
women’s perceptions of unethical behavior in the Australian iCT workplace.
Female respondents noted that they perceive higher rates of unethical behavior
in terms of overwork, bullying, and discrimination in particular. As the ques-
tion asked if they had experienced or witnessed this unethical behavior, it is
not clear whether they themselves feel overworked, bullied, or discriminated
against, or whether these are behaviors they have witnessed occurring to others.
We recommend further study to investigate these two aspects of ethicality in
the iCT workplace. in either case, senior female iCT professionals selected
overwork as a particularly troubling issue, while technical and educational sup-
port staff reported witnessing or experiencing bullying and discrimination
more than women in other iCT roles, although women in managing and con-
sulting roles also noted this as markedly problematic.
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